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Abstract
There appear to be very few women press operators in the printing industry.
Unfortunately, the reasons for this situation are not clearly understood. To investigate this
phenomenon, three different questionnaires were administered to the following groups:
human resource managers selected from the top local Rochester commercial
printing companies listed in the Rochester Business Journal,
alumni from RIT's School of PrintMedia, and
women with press operation experience.
The main purpose of the first survey was to determine how many women were
actually employed as press operators in Rochester, New York. Ifwomen weren't working
as press operators, what positions did they hold? Most of the human resource managers in
commercial printing in Rochester declined to answer the survey because of
confidentiality issues.
Five human resource managers from local commercial printing companies
completed the survey by phone. All fivementioned that there were no women press
operators in their press departments. Most women are found in bindery and finishing
departments or in other positions. A very few women worked in the pre-press and post-
press departments.
Out of the 300 alumni in the School ofPrint Media database, 39 people were
willing to answer the three main questions of the second survey. The questions they
Vlll
answered were where they work, what their positions were, and whether they knew any
women who work as press operators.
This alumni survey was open to both males and females. Approximately 95% of
the respondents did not know of, or see, any women press operators in their companies.
This data is very strong additional evidence that there are few women press operators
today.
For the third area of investigation, the researcher interviewed five women who
had press operation experience. Only one of these women had a mentor. The others were
fortunate enough to have had a good friend or supervisor to help them. A couple of the
women press operators did mention that they received unequal pay for their work, but
others felt that they had not been discriminated against. All of the women face similar
challenges in their work as press operators due to the rapid growth of new technology,
faster turnaround time expectations coupled with higher quality needs, and the occasional
necessity of having to repair their own equipment. The reason for interviewing women is
because they would be able to express their personal experiences and feelings about their
press jobs. A women's input was very important to provide good information for this area
of research.
The data from the surveys showed that there are few women working as press
operators today. Thus, it would appear that the printing field is still male-dominated in
the area of press operations. One valid reason for the lack of women working as press
operators is that other positions have opened up for them to pursue in the printing field,





Printing is America's fourth largest manufacturing industry and provides over a million job
opportunities (GAIN, 2004). Women have increasingly entered positions in the printing field, but data
is very incomplete as to what positions they hold. Specifically, there is a lack of information about
women working as press operators. There appear to be very few women press operators and the reasons
for this are not known.
One reason for the lack of women press operators may be because of what is known as the
"glass
ceiling."
This term was introduced in the 1970s, and describes the phenomenon of women's
failure to be promoted above a certain level because of invisible barriers "created by attitudinal and
organizational
prejudices,"
making it extremely difficult forwomen to get promoted in male-dominated
fields where men have the decision-making power (Wirth, 2000). In addition to the glass ceiling
phenomenon, there are also social and economic inequalities that still exist for women.
II. Background and Present Significance
Women state they have faced different problems, such as prejudices toward their gender in the printing
industry, which have been barriers to their employment (Engels, 2001). Currendy, there is a lack of data
explaining why there are so few women working as press operators. There is also a question ofwhether
women are working at their full potential to prove to others that they have the ability to work and excel
in a field traditionally dominated by men. An investigation, such as this thesis, is one way to provide
the answers as to why there are glaring inequalities.
The Civil Rights Act passed in 1964 included Title VII which prohibits discrimination in
employment on the basis of race, color, national origin, or sex. However, even today, women are not
treated equally in terms of employment in some parts of the printing industry (Women's History in
America).
III. Reason for Interest in the Study
The researcher observed very few women working as press operators while touring different local
printing companies. The researcher felt a need to determine the reasons for this disparity. The
knowledge, skills, and experiences from other women and/ormentors could help prepare women to be
considered for jobs as press operators. Defining these issues could result in more women entering
careers as press operators.
Chapter 2
Theoretical Basis of the Study
According to the International Labor Office, there are still patterns of attitudinal and institutional
discrimination that exist today that hindermany women from attaining male-dominated jobs. "They
too often experience a 'sticky
floor'
or the inability tomove out of their current position, and too rarely
break through the 'glass
ceiling'"
(Wirth, 2004). This is applicable to the printing industry where
women face many different forms of discrimination.
Globally, women's participation in the labor force has increased, and women have been moving
into occupations and professions that were once formale employees only. As women's education
improves, they also have access to mentoring and other necessary training they need to be successful in
the workforce. In response to global women's movements, businesses and other organizations have
worked hard to overcome troubling issues of gender inequality. Yet, "many of the results fall short of
expectations"
since there is still a lack of female representation inmany fields (Wirth, 2004).
Often, women can look up through the glass ceiling and see what they are capable of achieving,
but there are invisible barriers that prevent them from breaking through, especially in the printing
industry where the number ofwomen remains extremely low.
Data were collected from the RIT Student Services database (2004) to see the differences in
numbers between men and women enrolled in the School of PrintMedia programs from the fall of 1990
to the fall of 2004. While the number and percentage of women enrolled has increased significantly,
women still represent slightly less than 50% of the total number of people enrolled in RIT's School of
Print Media program (See Figure 1).
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Fig. 1 Data from School of PrintMedia, Rochester Institute ofTechnology
Figure 1 illustrates an increase in the number of women students in the School of PrintMedia at
Rochester Institute ofTechnology over the past fourteen years.
In an exploratory research study by Twyla Cummings (2001) on the status of women in Graphic
Communications, most of the women respondents reported that they work in areas such as sales,
customer service, computer technology, management, and education. More specifically, a high
percentage ofwomen respondents are employed in manufacturing and supplier departments while an
extremely low number of respondents work for prepress departments, industry associations, and
universities (Cummings, 2001). These low numbers seem to indicate there is a lack of women working
in the pressrooms.
Chapter 3
Review of the Literature
I. Introduction
The objective of this research was to discover why there is a lack ofwomen working as press
operators.
The researcherwanted to find information in three areas:
the number of printing companies in the Rochester area,
specific information common to all, and
the number of women employed by category in the printing industry.
Scholarly journals and articles have provided some information and data, but companies grant limited
public access to employment records whichmakes this area of study very challenging.
The printing industry comprises over 44,000 operational printing plants. These plants provide
slightly more than one million jobs and produce approximately $157 billion in printed products and
services annually (Graphic Arts Technical Foundation, 2004). The industry is also "highly
fragmented,"
which means there are approximately 40,000 small firms nationwide competing with one another
(DeWese, 2003). Today, women represent more than 40% of the total global workforce. Even with this
large number and the fact that women have been in the printing industry for over 140 years, men still
control most aspects of the industry (DeWese, 2003). The industry employs more than 1.5 million
people (Graphic Arts Technical Foundation, 2004). However, there is no data about female
demographics.
One reason for this may be the lack of a standardized definition of a printing company. Another
reason may be that companies track their statistics differentiy and many keep them confidential. This
combination of factors impedes research efforts to determine how many women are working in the
printing industry and in what capacity.
II. Women's Rights
During the 1960s, several federal laws were passed in order to improve the economic status ofwomen.
In 1963, the Equal Pay Act was passed, which required equal wages for both men and women
performing equal work. In 1964, the Civil Rights Act was passed, which "prohibited any sort of
discrimination against women by any company with twenty-five or more
employees"
(Women's
History in America, 1995). Yet, women continue to face discrimination in the workplace today. They
complain about not receiving the same benefits and equal pay as men in many professional careers.
According toWomen's History in America (1995), women have not greatly improved their status in
many professions such as engineering and law. In contrast, high percentages ofwomen are seen in the
teaching field, and in clerical, retail sales and service jobs, which have traditionally been
female-
dominated professions.
HI.Workplace Barriers Women Face
Women and minority groups are the latest recruits to the printing employee population and to training
programs. This has led them to face informal and formal barriers. Engel (2001) states that people with
seniority commonly harass many of those with less experience, especially women, since the senior
employees usually feel superior over new hires. If a woman reports being verbally harassed, negative
attitudes and prejudice towards hermay become more intense. Greg Conrad, vice president of
operations for Wisconsin Color Press, Inc., Milwaukee, WI, stated that it is very rare to have female
candidates apply for printing jobs, even though the company's expertise, requirements and hiring
policies aren't specific toward gender (Engel, 2001).
Women should not have high expectations, such as high pay, when they first get hired into a
printing company. It requires some time to build up knowledge and skills, even with mentors. For
instance, Ara Sparkman started her career as an unpaid, six-month trainee in order to become a jogger.
A jogger handles printed material once it gets through the press. In order for Sparkman to get a
pressman position, she had to continue for six more months of training to increase her skill levels
(Engel, 2001). Eventually, she became a press operator.
IV. Women in Other Male-Dominated Fields
Julie Sheridan-Eng, an engineer at Lucent Technologies and chair of the Institute for Electrical and
Electronics Engineers (IEEE) Committee onWomen in Engineering, suggests that the real problem is
not to attract, but to retain, those women who have entered the pipeline. 'This means adequate
mentoring once women have joined a workplace, face-to-face and electronic networking to reduce
feelings of isolation, attentiveness to workplace issues, and no tolerance for non-professional workplace
behavior"
(Women working in the field of engineering, 1998). Typically, in the field of engineering,
female engineers are considered
"aggressive,"
which makes male supervisors reluctant to promote them
(Women in male-dominated fields, 2004). In addition, Sheridan-Eng (2004) strongly believes
networking between women colleagues is very helpful because women can learn from each other and
share work experiences. Workshops are also very helpful for women in engineering.
Two examples of programs to assist women currently working in the field of engineering are
Women in Leadership at Lucent (WILL) and the Technical and ProfessionalWomen's Conference
(Women working in the field of engineering). These programs have helped women to gain more
interest in engineering by allowing them to share their experiences and work ethic.
Women are still the minority in the business field as well. Nationally, the number ofwomen in
business schools dropped rapidly in 2004 despite heavy recruitment efforts.Women hold just 13.6% of
the board seats for Fortune 500 companies (Women inmale-dominated fields, 2004). A Duderstadt
Center study at the University ofMichigan explained that the low rate of women hires in the business
world is in part caused by "low identity
integration."
In otherwords, women feel conflict between their
gender and professional identities. Their stress and anxiety levels around this conflictmay discourage
them from pursuing certain careers (Women in male-dominated fields, 2004).
The research results indicate a clear need to address low identity integration for women in
male-
dominated careers. Women may benefit from more emphasis on job training, morementoring
from
senior women, and a broader focus on overcoming the problems of prejudice in their professional roles
(Women in male-dominated fields, 2004).
Contrary to engineering, business, and printing, in other traditionally male-dominated fields, such
as accounting, financial management, economics, publishing and journalism, research has demonstrated
that women now outnumber men compared to a decade ago. Women now account for 46% percent of
the total U.S. workforce, and may outnumber men by the year 2025, according to the Employment
Policy Foundation's projections (Women break through male fields, 2004). Women's participation in
other fields has also increased rapidly in the last decade, such as in veterinary medicine (from 2% to
43%), industrial engineering (from 6% to 22%) and the medical field of physician's assistant (from
20% to 58%) (Women break through male fields, 2004).
V.Women Press Operators
For years, the commercial printing industry has been a male-dominated field. It has been very difficult
for women to break into the field because many commercial businesses are family-owned and often
passed down to the next male in the family. Open positions are filled internally and are typically not
opened to a national search. An example of an attitudinal barrier is when men fill the press operating
rooms as
"pressmen"
and they choose other men to work with them rather than hire women. In the
article Female Perspective: Women in Printing, Chris Bauer states that, "Women running presses were
seen as a novelty; a female in the company boardroom was a
rarity"
(Bauer, 2004). Today in the
21st
century, women are being accepted into the printing industry, but still the number ofwomen press
operators is relatively low.
A commercial printing company that has had women in its pressrooms, Arandell Corporation,
employs more than five hundred employees, but only a little less than half of its employees are women.
As of April 2005, Arandell has no women press operators.
A traditional reason given to account for the low number ofwomen in male-dominated fields is
that many male-dominated jobs require hard physical labor or heavy lifting. However, working as a
"pressman"
entails using more advanced machinery and does not "require a lot of physical
stress"
(Engels, 2001). In addition, it is not necessarily dirty work, so more women are now reconsidering
working on the presses. Ara Sparkman, the first female pressman at Arandell stated, "Any woman
could do this kind of printing
job"
(Engels, 2001).
As of 2001, companies that have begun to hire more women press operators include: Wisconsin
Color Press, with one woman press operator and two women in training to become press operators;
QuebecorWorld in Brookfield, WI, with four women press operators and one in training; and Kubin-
Nicholson Corporation, with one woman in the pressroom. When asked how the press operator from
Wisconsin Color press performed, the company responded that she is performing at a very advanced
level (Engels, 2001).
While still largely male-dominated, the printing industry is "becoming more female-friendly and
automated, but still requires advanced levels of
education."
(Engels, 2001) It is believed that women
have tried but failed to obtain a bigger role in printing management and printing sales. Instead, women
"who couldn't get a decent job in printing get jobs as print
buyers."
(DeWese, 2003)
VI. Conclusion and Remarks
The goals of this research were:
to discover why there is a lack of women working as
"pressmen,"
to understand the challenges women face when working in the male-dominated
field of press operation,
to understand what role the industry can take in increasing the opportunities for this
demographic, and
to determine what factors, knowledge, and experience women may need in order to become
successful press operators.
The research is also intended to verify whether those women who do work as press operators were able
to obtain their positions through job training and/ormentors the companies have provided.
It is hoped that employers in the printing industry will take action to attract more women into
this historically male-dominated area. This action would be like a "call for a female revolution in the
printing
industry"
(DeWese, 54).Women can play an important role in helping companies become
successful and competitive with other companies at their level. Women want to face such challenges,
and become recognized as outstanding contributors to their companies. Thus, it is crucial for women to
develop professional skills and to get coached by others who have experience in the printing industry to




Exploratory research was the only course of action for this area of study because the problem has not
yet been clearly defined. This exploratory research helped determine the best data collection method for
a selection of subjects, and helped the researcher understand and analyze the problem.
The research was based on information obtained from available scholarly journals, literature and
data. The qualitative approach became a part of this research as well. Informal interviews with women
employees who have gained experience as press operators was supplemented by formal interviews with
human resource managers from each printing company selected for the study. This exploratory research





The results of a preliminary statistical survey were discussed with the representatives from
human resource offices and combined with case studies from women with actual experience in the
printing industry as press operators.
The primary information for this study was based on three different interview campaigns. First,
approximately 300 people were contacted through the School of PrintMedia Alumni Office. With the
assistance of this office, one woman press operator was identified and agreed to be interviewed.
Secondly, an introductory email for interviews was sent to the human resource managers from 12
printing companies in Rochester, New York, with the purpose of gathering statistical information about
the number ofmen and women working in different departments of each company. According to the
Rochester Business Journal, there are 25 commercial printing companies in the Rochester area.
As a result of this introductory email, 5 out of the 12 companies were interested in answering
the survey. Two human resource managers chose to answer the survey via phone, while the other three
human resource managers decided to answer the survey through email. The remaining number decided
11
not to answer the survey at all due to confidentiality issues. None of the five companies surveyed had
women press operators.
Third, from further networking through the School of Print Media at Rochester Institute of
Technology, eight women (including the female alumni mentioned above) were discovered to have
press operation experience. A survey was given to each of these women, but only five responded. The
questions that were developed for those specific women who had press experience were related to the
women's experience as press operators, the challenges each individual faced while working in the
industry, gender discrimination, and mentors. In addition, recommendations were gathered about how




The following discussion gives the results of the surveys with three different groups the School of
Print Media alumni, the human resource managers from local commercial printing companies, and the
women with press operation experience.
I. Alumni results
To initiate this part of research, a questionnaire (See Appendix 1 for further details) was distributed to
approximately three hundred alumni of the School of Print Media. The three main questions were:
Where are you currently employed?
What is your job title?
Do you know of any women press operators?
The answers to "Where are you currently
employed?"
have remained anonymous due to confidentiality
issues. The companies that these alumni were working for included universities, printers, large
corporations, international businesses, manufacturers, and federal aviation services. Several companies
may not have a press department so it would be unlikely that press operators would be employed.
Table 1 illustrates the job titles of these alumni, and whether their companies have women press
operators. Out of the three hundred printing school alumni contacted, 39 answered the survey, a
percentage response of 13%.
13





1 Global graphics coordinator 1
2 Customer service representative 0
3 Customer service manager 0
4 Customer service representative 0
5 Scheduling coordinator 0
6 Desktop publisher 0
7 Customer service representative 0
8 Print production manager 0
9 Press operator 0
10 Production manager 1
11 Negative engraving specialist 0
12 Account executive 0
13 Account executive 0
14 Applications specialist 0
15 Account executive 0
16 Customer service representative 0
17 Senior quality service specialist 0
18 Account manager/sales support 0
19 Customer service representative 0
20 Vice president 0
21 Quality assurance specialist 3
22 Quality color analyst
23 Quality engineer, laser cartridge division 0
24 Prepress integrator 0
25 Accountmanager 0
26 Estimator 0
27 Print MIS software 0
28 Account manager 0
29 Digital print assistant 0
30 Manager 0
31 Digital print specialist 0
32 Graphic designer 0
33 Production manager 0
34 Printing specialist 0
35 Sales representative 0
36 Press operator 1
37 Digital print specialist 0
38 Customer service representative 0
39 Unemployed 0
14
The data in Table 1 indicate that 85% of the respondents do not have any women press
operators in their press departments. However, the press department forAlumni #21 and Alumni #22
(these two alumni work at the same company) has three women press operators. Additionally, the
companies ofAlumni #1, #10, and #36 each have one woman press operator.
However, all of the respondents that answered the survey were males, except for one who was a
female press operator. The specific questions used for this survey are found in Appendix 1. Formales,
only questions #1, #2 and #1 1 were answered. The female press operator answered the "Women Press
Operators"
survey (See Appendix 3).
Respondents'
job titles were varied and themajority includedmanagers, specialists, and
customer service representatives. (See Table la.)
Table la: Summary of job titles from Table 1.
Number of each from Table 1 Job Title
6 Customer service representative
3 Account executive
8 Manager (production, customer service,
& account)
7 Specialist (negative engraving, applications,
quality assurance, & digital printing)




n. Human resource manager results
In gathering data for this category, an introductory email was sent to the human resource managers at
twelve local commercial printing companies in Rochester, New York, asking to make interview
arrangements. Ultimately, two human resource managers completed the survey over the phone and
three managers answered the survey via email for convenience. The initial interview questions (See
Appendix 2) were:
How many people does your company employ?
How many employees are women?
15
How many women work in each of the following departments: prepress, press,
postpress, and finishing/bindery?
Of the twelve companies surveyed, four asked not to be part of this survey due to confidentiality
issues, and three others did not respond. Subsequently, five companies participated in the survey, and
Table 2 summarizes their answers to the first interview question.
Table 2: Total number of employees by gender.
Company
Total # of
Employees Total # of Men
Total # of
Women
1 83 70 13
2 17 13 4
3 133 99 34
4 11 8 3
5 300 N/A N/A
The total number of employees in the companies surveyed ranged from 1 1 to 300.
Unfortunately, the fifth company could not provide the exact number of men and women it employed.
However, when comparing the overall numbers ofmen and women working at each of the other four
printing companies in Rochester, it can be seen that the total number ofmen is significantly higher than
the total number ofwomen employed.
Table 3 shows thatmost of the women employed at the printing companies surveyed do not
work in the pre-press, press, or postpress departments. Rather, the results show that the majority of
women work in the fourth department, finishing/bindery, or in
"other"
positions. The specific jobs that
the women held in the fifth category (other positions) were not identified.
Table 3: Total number ofwomen working in various press departments.

















1 1 0 4 N/A 8
2 1 0 1 N/A 2
3 1 0 0 13 20
4 1 0 0 1 1
5 N/A 0 N/A N/A N/A
16
Some of the companies did not have bindery or finishing departments. The only information that the
fifth company would divulge was that it did not employ a female press operator. In fact, none of these




The second phase of the interview process with these five companies focused on questions
about hiring women press operators, recruiting women to work as press operators, and finding qualified
press operators in general, male or female. The results from the first question about hiring are
summarized in Table 4.
Table 4: History of hiring women press operators.
Company
If you have no women press operators currently,
have you ever hired a woman press operator?
1
"Never received an application from a woman for this kind





5 "No, but women are employed in skilled positions in our
prepress, sheeting and finishing
departments."
The results from Table 4 show that no women have ever been hired as press operators at any of
the responding companies. In addition to this, no woman ever even applied for a press operator position
at the first company in the survey group.
The next question was about recruitment, specifically, whether any of the companies had
actively tried to recruit women to work as press operators. The results are summarized in Table 5.
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Table 5: History of recruitment of women.
Company
Has your company actively tried to recruit women to
work as press operators?
1
"We never directly select women or look for women directly.
We always look for operators that have a high level






5 "We actively recruit women based on their skill
sets."
The results from Table 5 are actually unanimous, even though company #5 does recruit women.
But since the women recruited by company #5 do not already have press operator skills, they do not
become press operators. Company #5 apparently does not train women for positions that are outside
their existing skill levels.
The next interview question was, "Are there problems finding qualified press
operators?"
Table
6 again shows a unanimous result.
Table 6: Problems finding qualified press operators.






All of the companies in the sample group stated that they had difficulties finding press operators.
The final question asked of the human resource managers was whether they were aware of any
printing companies that had hired women to work as press operators. The responses are listed in
Table 7. All the respondents indicated that they were not aware of a printing company that had a female
press operator.
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Table 7: Personal knowledge ofwomen press operators.
Company Are there other printing companies that you may be






III. Women press operators' experience
Networking efforts and references from alumni and RIT Printing Application Lab (PAL) staff identified
eight women with press operation experience, and five of these agreed to respond to the survey and
answer questions related to their experience as press operators. One woman press operatorwas from the
alumni group, and all of the other women with press operator experience were referred to the researcher
by the School of Print Media faculty. Table 8 shows
respondents'
job titles and how long they have
been employed.
Table 8: Women press
operators'
work status.
Operator Title # Of years (as press operators)
1 Chief printer 2
2 Assistant professor 20
3 Print technician 17
4 Press operator 6 months
5 Production manager 8 months
Three of the women press operators interviewed work locally in Rochester, New York.
As a group, their press experience ranges from six months to twenty years. All of the respondents
worked with conventional printing presses.
Table 9 shows the highest academic degree each woman has obtained and summarizes what led
them to their present position as a women press operator.
19








2 Master's "My college degree required me to be
able to run a
press."
3 High School "Liked the process of
printing."
4 Bachelor's "Previous co-op
experience."
5 Bachelor's "Wanted to try something new, rather
than working as a customer service
rep."
Each woman was led to the press operations job in different ways. Press operator #1 obtained her
Bachelor's degree in the printing field, and needed a job, so she used what she had learned to talk her
way into a press operator's position. Press operator #2 obtained aMaster's degree in printing and had
the talent to run a press. Press operators #3, #4 and #5 all were interested in the process of printing, and
decided to pursue careers as a press operator.
These women press operators were also asked whether they hadmentors to guide them and help
them improve in areas where they lacked skills. Their responses to this question are summarized in
Table 10.
Table 10: Mentoring exposure.
Operator Mentor(s) Discussion
1 No Trained well by the person she replaced.
2 Yes Several differentmentors were men and old-timers
in the trade.
3 No Learned quickly through hands-on training from a good
friend of hers.
4 No Was fortunate to work with a close-knit group of
employees with patience.
5 No No mentor.
Four women press operators said that they did not have a mentor. But even without mentors, three of
these were very fortunate to have friends or co-workers to help train them. Press operator #2 had
several different mentors during her twenty years of press operation experience. She made it very clear
20
that all of hermentors were men and old-timers in the trade. All of hermentors were very pleased with
her natural talents as a press operator.
Next, the women press operators were asked whether they had ever been promoted. Table 1 1
shows the results and discussion.
Table 11: Promotion information.
Operator Promotions Discussion
1 No There are no other positions to be promoted to, but she gained
seniority, and the confidence of co-workers and the departments
she has worked with.
2 Yes Was not promoted while working as a press operator because she
owned a printing company. Since moving to PJT, she has been
promoted from lecturer to assistant professor. Soon, she will get
promoted again to associate professor.
3 No Keeps eyes open for any new & challenging opportunities.
4 No Just started her position six months ago, but hopes
to be promoted in the future.
5 No No, but the person she trained for co-op has moved
into a higher position than she holds.
Four of the five respondents have not been promoted during their time as press operators. Two of these
just started their positions about six months ago. Another has no other position to get promoted to in the
company, but she has gained seniority. The other press operator is keeping her eyes open for new,
challenging opportunities. Press operator #2 has already been promoted from lecturer to assistant
professor at the Rochester Institute ofTechnology. She hopes to soon get promoted to associate
professor.
The next question for the women press operators was whether any of them had faced gender
discrimination, or hostile behavior from male co-workers or managers. Table 12 lists their responses.
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1 No No, but when she took some press classes at RIT,
her male colleagues often would ignore her input.
2
Yes & No Low pay, but her outstanding personality
and knowledge of the printing field is an
advantage to her
3
Yes Low pay and feels discriminated against because she
is a female. Needs to prove herselfmuch more
than aman in her position would have to.
4 No Hasn't experienced any type of discrimination yet
5 Yes Feels she is being required to perform more tasks
than the men in her press department perform.
Two of the female respondents said that they have not been discriminated against during their
jobs as press operators. However, of these two, press operator #1 actually did face discrimination when
she was taking press classes at the Rochester Institute of Technology. Often, when it came to group
projects, she would provide her opinions and input, and the males in her group would laugh at her and
ignore her input. Press operator #4 said she has not experienced any type of discrimination; she just
started her current job position six months ago.
The other three female respondents stated that they have experienced some type of gender
discrimination as press operators. Press operator #2 receives unequal pay. But her outstanding
personality and knowledge of the printing industry is a big advantage, and she has not experienced
further discriminated by others. Press operator #3 felt that she also was being given unequal pay
because she was a female. She had to work harder to prove to others that she could perform like a man
in her position. That put a burden on her because she was expected to do other kinds ofwork on the
press, which was unequal. Press operator #5 felt discriminated against because she also had to do
additional work, more than any of the male press operators in her department.
Lastly, the women press operators were asked if they would provide suggestions or
recommendations thatmay benefit other women who are considering taking positions as press
operators in the future. Table 13 shows their recommendations.
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Table 13: Recommendations from women press operators.
Operator Recommendations/Suggestions
Don't be afraid to get
'dirty.'
Be able to stand up for yourself and work well
in a male-dominated environment. Being a good team player is the key
because at times you will have to work with others. It's very helpful
to be mechanically inclined and be able to lift heavy things.
Practice is the key. The more you practice, the better you'll do at the job. It
is always best to understand the technology that surrounds you. In addition,
listen to the old-timers, especially if they are willing to show you the ropes.
Don't be intimidated by anyone! When working in the printing field or
as a press operator, it is very important to know the technology that is
around you.
It is important to stay strong and tough when working as a press person.
Don't be prissy since that will encourage others to laugh at you.
Know that this is a man's world and you are a member of the team.
All of the press operators emphasized that practice is the key, and understanding the role of
being a press operator is very important. The more you know, the better the outcome will be. Women
should not be afraid to get
'dirty.'
In addition, it is very important to know how to stay strong and tough
when working with colleagues in thismale-dominated field.
IV. Summary
In closing, the results from the surveys repeatedly showed that the number ofwomen working as press
operators is very low. The first group surveyed netted a response from 39 School ofPrintMedia
alumni, working at a total of 37 companies. Out of these 37 companies, only 4 had at least one woman
press operator. In the second group surveyed, not one of the five human resource managers even knew
of a printing company that employed a female press operator! None of them had ever tried to
specifically hire a woman press operator, and in fact, all of them found it difficult to find any qualified
press operators (male or female). In the third group, of the five women press operators, only one had
had mentors, only one had ever been promoted, and most felt some type of gender discrimination. All




In the male-dominated printing field, there are a variety of otherjob positions besides press operator
that women can pursue, such as account executive, customer service representative, production
manager, quality color analyst, scheduling coordinator, and graphic designer.
While there was no actual hypothesis for this research, the results from the surveys and
interviews were expected. There were also several barriers to the research. Many potential respondents
didn't reply by email. Several companies did not want to get involved with this type of research
because they preferred to keep their company statistics confidential. Since published numerical data on
this topic could not be obtained (because it does not exist), the numbers had to come from human
resource managers at companies that agreed to be a part of the survey. These numbers could be skewed
if the human resource managers were estimating, instead of providing exact numbers.
The goals of this research were:
to discover why there is a lack of women working as
"pressmen,"
to understand the challenges women face when working in the male-dominated
field of press operation,
to understand what role the industry can take in increasing the opportunities for this
demographic, and
to determine what factors, knowledge, and experience women may need in order
to become successful press operators.
From the responses of the five companies that answered the survey, the 39 alumni from the
School of PrintMedia, and the input from School of Print Media faculty, only eight women press
operators were identified, some of whom work as press operators outside ofRochester, New York.
Only five of these felt comfortable enough to respond to the survey. Overall, the research reinforced the
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notion that there is a lack ofwomen working as press operators today which is still amale-dominated
area in the printing industry.
Another part of this research was to determine whether women faced challenges when working
in the male-dominated field of press operation. The research revealed that women press operators often
face gender discrimination in the form of lower pay or inequitable job expectations in the press
department. Specific challenges ranged from additional work (more than any othermale operator in the
department), to unequal pay, and the necessity to work harder to prove to others that a woman press
operator could perform comparable to aman in the position.
I. Recommendations
The male/female demographic in today's printing industry could change. The results from the survey
strongly show that most companies do not recruit women to work as press operators. Perhaps the
printing industry could drastically change the number of women press operators if individual
companies tried to recruit and train them. The first company in the sample does not discriminate, but
simply looks for operators with a high quality level of experience. Another company that participated in
the research actively recruits women in different departments based on their skill sets.
The results from this research showed strong evidence that companies are having difficulty in
finding qualified press operators in general, whethermale or female. In fact, all five companies in the
research sample agreed on this point. Printing companies need to investigate why this is happening.
Perhaps printing companies could provide training to those individuals, male or female, who are
interested in obtaining a press operator's position. They could assign mentors to them until those
individuals become experts, and/or they could provide workshop sessions for them.
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II. Implications of the study
This study may help the printing industry realize that some important changes need to be made in order
for more women to have opportunities to work as press operators in this male-dominated field. Perhaps
printing companies could provide different levels of training and workshops so women could pursue
careers as press operators. A lack of appropriate mentoring and sponsorships may be one of the reasons
why women aren't qualified to operate presses. Most of the women press operators in the research
study did not have amentor, but instead relied on friends or other staffmembers. Printing companies
could have mentors available for women who are interested in this type of job. Mentors couldwork
with a new person until he or she felt that the woman press operator could troubleshoot problems and
handle the press without difficulty.
Universities and adult education printing or graphic communications programs should also
prepare their students to understand press operation and become qualified press operators. There should
be classes called "Women as Press
Operators"
so women could gain hands-on experience working on
different presses. There are other courses available at universities specifically for women, so why not in
the printing field? The women press operators surveyed agreed that practice is the key to getting a job
in the field of printing after completing a degree.
Overall, the results from this research revealed an area of concern in the printing industry, since
it was shown in one of the surveys that hiring competent press operators is not easy. If printing
companies could find ways to encouragemore women to train for and work in press departments as
press operators, this problem may be alleviated.
ni. Conclusion
Overall, this research has proved there is lack of women working in the printing industry in general.
This could be due to many reasons but discrimination against women seems to be the hardest barrier to
break. The question people need to consider is how long will this discrimination continue to be the
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norm in the industry. Some of the discrimination happens on the shop floor, but with modernization,
women are getting more involved with computerized processes. As the industry is getting more
computerized, it may start to be changing into a field that women can enter because it doesn't
involve
the heavy lifting and the dirty work that is has in the past. Companies are expanding and going to other
fields other than just printing. Based on a personal communication with Professor Twyla Cummings
and Professor Tina Lent (June 2005), we are seeing that the industry has profoundly changed because
of technology and automation. Thus, creating the need formore computer-based skills.Women may
choose to look into these new areas rather than pursue the traditional areas that may not provide the
same opportunities in the future.
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Chapter 7
Recommendation for Further Investigation
Since the focus group for part of this research was limited to local commercial printing companies in
Rochester, New York, further research is possible.
Some further research questions could include:
Is Rochester unique, or is the number of women working as press operators also
very low in other cities as well?
Is there a significant difference in the representation of women working for
traditional press operations versus digital presses operations? Rochester is the home to several
digital printing companies, mostly small companies started in the past few years.
Lastly, how did those women who are currently working as successful press operators










If you are a female, please answer all of the following questions, and if you are amale, please answer
questions 1-7 & 9.
1 . Where are you currently employed?
2. What is your job title?
A. If you are a press operator, please answer the following, if you are not a press
operator, then go to section B:
3. How long have you been employed in the printing company where you
are now?
4. What kind of training was required for you to be hired as a press
operator in your current job?
5. Have you been promoted? If yes, explain. Ifno, explain.
6. What challenges have you encountered while working as an operator?
7. Did you have mentor(s) when you were hired? For how long? If yes,
what did the mentor do to help you in your career path or current job?
8. Have you experienced gender discrimination in your job?
Ifyes, please explain.
9. What is the highest academic degree you have received?
10. What recommendations/suggestions do you have for those women
who are interested in becoming a press operator in the future?
1 1. Do you know of other women press operators who I could contact and
ask about their experiences?
B. If you are not a press operator, are there any women press operators that you may





Questions for Human ResourceManagers
1 . What is the total number of employees working at your company?
2. What is the total number of men and the total number of women working at your company?
Men Women






4. How many women do you have working as press operators in your company?
5. If you have women press operators working for you, how long have you employed women as press
operators in your company? Have you hired more recently or fewer?
6. If you have no women press operators currently, have you ever hired a woman press operator?
Has your company actively tried to recruitwomen to work as press operators?
If so, have they experienced problems finding qualified women press
operators?
Are there problems with finding qualified press operators in general?
7. Are there any other companies that you are aware of that have women working as press operators?





Questions forWomen Press Operators
1. What is your job title?
2. How long have you been employed at (company's name)?
3. How long have you been a press operator?
4. With what types of equipment (offset, litho) do you have working experience?
5. What experiences led you to your present position as a press operator? Do you have
college experience in the printing field or family members in this profession?
6. If you attended college, what was the highest academic degree that you achieved?
7. Did you have mentor(s) when you were hired? For how long? If yes, how did the
mentor(s) help/advise you?
8. Have you been promoted? If yes, explain. If no, explain.
9. What challenges have you encountered while working as a press operator?
10. Have you experienced gender discrimination in your job? If so, please provide
examples.
1 1 . What are some of your recommendations/suggestions for other women who are
interested in becoming a press operator in the future?
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